The need for mental well-being is substantiated in the working environment by the EU legislation and research. Research is carried out on the opportunities of creating comprehensive well-being at the workplace to promote the productivity of sustainable personnel. The mental well-being of personnel is studied in contexts such as: ecologies of working environment (including occupational safety, occupational health) and quality of life; adaptation and integration of employees into the workplace; psychosocial risks; organizing and conducting of an inclusive mental well-being. These contexts also can be defined as groups of psychosocial factors influencing mental well-being. The goal of the study was to find out how managers and employees of the companies and institutions of Latvia explain mental well-being and its provision in the working environment in order to identify problems and solutions to problems of mental well-being in the working environment. A quantitative approach was used in the research -in cooperation with the SKDS research centre there was worked and carried out online questionnaire (CAWI) in written and extramarital forms for managers of companies / enterprise (N = 263) and employees (N = 570) of Latvia. The substantiation of the survey was to get approval for the conclusions, which had been obtained using the literature analysis. The indicators of difference in the results were obtained using a Kolmogorov-Smirnov test for two groups (Two-Sample Kolmogorov-Smirnov Test). The results show that both managers and employees have got a good understanding of the usefulness of mental well-being in management of a company/enterprise and its personnel. There were found statistically significant differences in the evaluation of managers and personnel for the aspects of mental well-being: the awareness of the concept of "mental wellbeing of personnel"; the assessment of the mental well-being of personnel: the assessment of psychosocial risk factors, frequency of the assessment of work-related risks; the assessment of the promotion of mental well-being of personnel: the assessment of the practice of promoting mental well-being, the formal formulation of mental well-being, the opportunity for employees to participate in mental well-being promotion activities, the assessment of the importance of the mental well-being of personnel to sustainable development of the company/enterprise. It has been concluded that the mental well-being of personnel is a continuous process of the type of cycles where the individual sense of mental well-being of each employee and the functional action of synergy creates mental well-being in the company as a system. According to the conceptualized promotion of the mental well-being of the personnel in the practice of companies /enterprises of Latvia, such management approach is implemented partially. At the same time, managers and employees appreciate the importance of such management. Overall, the results show the necessity for managers to communicate with employees on mental well-being issues. The study identifies the most important criteria for the assessing the mental well-being of personnel and the topical areas of concern for the mental well-being of personnel.
Introduction
The necessity for mental well-being in the work environment is justified by the legislation of EU, researches (European Pact for Mental…, 2008; Joint Declaration on Mental…, 2014) . The issue of comprehensive prosperity is topical (Gallagher M.W., et al., 2009) to promote sustainable personnel productivity. Modern research shows that the issues of mentality and mental well-being are topical in the enterprises (Bowman T.J., 2004; Marques J., Dhiman S., 2014) .
Therefore, there is raised the question of the study: what are the differences in the views of the managers of organizations (companies and enterprises) of Latvia and their employees about the mental well-being of the personnel, the provision of mental well-being in the working environment?
The goal of the study was to find out how managers and employees of the companies and enterprises of Latvia explain mental well-being and its provision in the working environment in order to identify the problems and their solutions of mental well-being in the working environment.
The tasks of the study were: to collect and analyse the literature on mental well-being in the working environment and to improve its provision; to conduct a questionnaire in order to research the topicalities, problems and provision of mental well-being in the companies and enterprises of Latvia; to compile and analyse the results identifying the necessity and opportunities for improvement of mental well-being provision.
In the study, written and online questionnaire (CAWI) have been used for managers and employees of the companies/enterprises by the research centre SKDS. The survey was conducted in March and April in 2016 and there were used two types of questionnaires: a questionnaire for employees and a questionnaire for managers. The total amount of respondents there were 263 managers and 570 employees. The difference indicators of the results were obtained using a Kolmogorov-Smirnov test for two groups (Two-Sample Kolmogorov-Smirnov Test).
The novelty and topicality of the study is related to the fact that the mental well-being of the personnel as the concept of the most comprehensive welfare in Latvia has been researched little, and the author of the study according to the number of respondents shows sufficient understanding of the usefulness of mental well-being of managers and employees in the management of the personnel of the companies/enterprises of Latvia at the trend level.
However, at the same time there were also statistically significant differences in the evolutions of managers and employees for the aspects of mental well-being of the personnel that could be identified as a challenge to comprehensive mental well-being at work.
Research results and discussion 1. The concept of personnel mental well-being
Well-being concept, was created by Seligman after more than 20 years, is studied in relation to socio-demographic factors (gender, age, education, marriage and relationships, income, etc.), personality factors (extraversion, introversion, etc.), goals and values, culture etc. (Diener E. et al., 2009; Seligman, 2011) . From the point of view of mental well-being, the author considers Seligman's view that well-being is a construct and as well as well-being elements -real things that are directly measured units because well-being is not just the reflection of people about thoughts, feelings or positive emotions. Every welfare element should coincide to the criteria: 1) it contributes to wellbeing; 2) for people, well-being is the help to get something else (Seligman M.E.P., 2011).
The category of mental well-being is significantly related to the mental health category (Duque L., 2009; Vorone S., 2012) . Conceptually, the relationship between physical and mental health is important in the working environment (Duque L., 2009; Joint Declaration on Mental…, 2014) .
The author, summarizing the views (Diener E., et al., 2009; Seligman M.E.P., 2011; Vorone S., 2012; Mental health: strengthening…, 2014) , conceptualizes the concept of "well-being" including types of well-being: economical, physical, psychosocial, mental. It can be concluded that well-being is a multidimensional phenomenon, and mental well-being as a type of well-being that is the result of the integration of all other forms of well-being is also a multidimensional phenomenon.
The author relies on the approach adopted by S. Vorone (Vorone S., 2012) in Latvia -to study well-being in a holistic way using the term "psychosocial well-being" to define the concept of multidimensional well-being which essentially means integrating the subjective, psychological and social aspects of a happy and meaningful life.
Proceedings of the 2019 International Conference "ECONOMIC SCIENCE FOR RURAL DEVELOPMENT" No 52 Jelgava, LLU ESAF, 9-10 May 2019 , pp. 14-21 DOI: 10.22616/ESRD.2019 At the same time, the author extends the framework setting the goal -the promotion of the mental well-being of the personnel of the organization which means that the ideal goal of personnel management is employee's prosperity based on the integration of other well-being and wellness aspects (Seligman M.E.P., 2011; Vorone S., 2012; Huppert F.A., So T.T.C., 2009).
The author, based on literature analysis and his / her work experience in personnel management, defines the mental well-being of the personnel as a process and state that includes several components: wellness, a sense of mental well-being, productive activity. Therefore, the mental well- The results of the comparison of the concept "mental well-being of personnel" are summarized in the Table (Table 1) . answer a question that also indicates a lack of awareness and can reduce the use of opportunities for personnel to promote mental well-being.
The results of the assessment of the practice of promoting mental well-being of personnel are summarized in the Table (Table 2) . The results show (see Table 3 ) that the practice of promoting mental well-being in a company / enterprise is problematic: it is implemented partly, it is difficult to identify if it is or is not implemented; managers value the existence of such practices more than employees.
In the assessment of personnel mental well-being: in the assessment of psychosocial risk factors managers assessed the extent to which they agreed with the statements of risk factors by extending their assessment to their subordinate employees; Employees appreciated the extent to which they agreed to the statements by referring to their paid employment. The results (significance and importance of Z criterion) showed statistically significant differences in 5 measurements from 11 measurements. The factor of a psychosocial risk that can negatively affect mental well-being of the personnel is an opportunity for employees in the company /enterprise to participate in the decision-making and / or adoption of important decisions by employees (21.2 % of employees do not agree completely and 28.5 % rather disagree than agree that there is such possibility in the company / enterprise; 23.2 % of managers believe that employees rather do not have such opportunity than they have); less, but, however, an important risk factor can also be considered incomplete sense of security of the stability of your workplace and recognition of the necessity for work, family and work-life balance in the company/ enterprise. The results of the assessment of the frequency of work-related risks indicate the problematic provision of mental well-beingvery significant differences have been identified: in the view of managers the risk assessment is more frequent than that of employees; comparatively (especially in the selection of employees) the assessment "hard to say" is more often. The results of the assessment of work-related risks show that the use of occupational safety assessments and controls is much more common in the view of managers, and comparatively, also employees have indicated it as the most common practice that can be explained by compliance with regulatory requirements in companies / enterprises. In the context of promoting the mental wellbeing of personnel the fact that daily conversations with employees are used by 43.0 % of managers in the risk assessment, although almost 2 times less the use of this method has been reported by employees.
The results of the assessment of the formal formulation of mental well-being (the question: are there included any mental health issues in the policies of personnel management of the company / enterprise or other documents?) are very different, however, in both respondents' selections there is seen the tendency that it is difficult to answer the question about formal formulation of mental well-being in the documents of the company /enterprise.
The classification of the frequency of the results showed that in the selection of managers-higher level managers and representatives from culture and entertainment, financial, social care, and in the selection of employees representing social care, transport logistics and municipal enterprises responded affirmatively more often.
In order to clarify information about the process of mental well-being and to develop the guidelines for process improvement, the managers were asked whether criteria have been developed in the company/enterprise to determine that the promotion of mental well-being is being implemented. The results show that the development and use of criteria for assessing mental well-being is problematic. The classification of the frequency of the results showed that the above mentioned criteria were more often developed in the fields of finance, education, public administration.
In order to be able to make recommendations for improving the mental well-being of personnel, the managers were asked to assess whether by the criteria in the Table could lead to the promotion of mental well-being in the company/enterprise. The results are summarized in the Table (Table 3) . Table 3 Relative ( %) indicators of the evaluation of the frequency of the evaluation of potential criteria in the enterprise / institution for the promotion of mental well-being in the selection of the managers (N = 263) The results show (Table 4 ) that, when comparing all rating options, the managers consider that interviews with employees about well-being at work and managers' observations in their daily work as the most complete/relevant criteria; more relevant: employee's assessment and development conversations; the strategy of the company/enterprise is to provide a healthy lifestyle at the workplace; employees' surveys that include issues of mental well-being assessment. The topicality of the criteria development as well as the necessity for professional development of managers in the issues of mental well-being assessment substantiates often chosen rating "hard to say".
In order to clarify whether and how the promotion of mental well-being happens in the company/enterprise and to get information about that if some of the previously assessed criteria (see Table 4 ) are being implemented in practice, employees were asked to evaluate: 1) how much do employees agree with the claims of their wages? (claims were reformulated criteria; 2) or, do the employees of the company / enterprise have the opportunity to participate in the assessment of employees' mental well-being? The results showed that partially evaluated potential criteria are being implemented in practice. Problem areas are managers' conversations with their employees about wellness at work once a half year or more, and the surveys of employees' psychological well-being (more often chosen rating "do not agree").Employees' participation in the evaluation of mental wellbeing issues is problematic because 70.7 % of respondents indicated that there was No such participation, but 22.6 % said "hard to say". The results of the assessment of the employees' ability to participate in mental well-being activities show very significant differences: the managers evaluate the ability of employees to participate in such activities higher than the employees themselves. More frequent participation in different physical exercise classes is shown in both selections; less often -in seminars on mental health and mental well-being.
The results of personnel assessment of the importance of mental well-being for sustainable development of an enterprise/company show that overall the mental well-being of personnel is assessed as a very important and important factor for ensuring sustainable development of the company/enterprise, however, a high score (7 and 6 out of max 7 possible) has been chosen more frequently in the selection of the managers. The lack of understanding of this issue is evidenced by the relatively often chosen 'hard to say' rating. The explanation of the practical application of the research results is based on the results of the managers' survey which show that there is a sufficient amount of financial, time and personnel resources to ensure the promotion of the mental well-being of the personnel. However, the problem of potential resource assessment is revealed by the relatively often chosen 'hard to say' rating.
Conclusions, proposals, recommendations
The results of the research show the topicality of the personnel for the promotion of mental wellbeing in the companies and enterprises of Latvia, as well as the partial use of such an approach and the partial readiness of the managers and employees to implement such management approach. Understanding of the concept of "mental well-being of personnel" is topical.
From a strategic point of view, the problem is the developed criteria by which it can be determined in the company/enterprise that the promotion of the mental well-being of the personnel is implemented as well as the difficulty of assessing potential criteria for assessing such management. The necessity of criteria is in accordance with the conclusion of the literature analysis that well-being is a directly measurable unit, not just a reflection of people. The results of the survey showed the usefulness of the following criteria: conversation with employees about well-being at work and observations of managers in daily work; staff mental well-being issues included in employee evaluation and development negotiations; moving the strategy of the company/enterprise towards providing a healthy lifestyle in the workplace; employee surveys that include issues of mental wellbeing assessment.
In the assessment of the importance of personnel for the promotion of mental well-being in the sustainable development of an enterprise/company, the most common tendency is that it is very important and important for both managers and employees to understand the usefulness of mental well-being in the management of the company/enterprise and their personnel.
Conceptually, it means that it is important to clarify the importance of such security in the view of the personnel when planning the provision of mental well-being of the personnel.
Survey results showed managers and employees' perceptions of mental well-being, differences in mental well-being at work. There was more frequent awareness of higher level managers (1 % probability of error) of the notion of "mental well-being of personnel"; significant differences were observed in the assessment of mental well-being of personnel in the working environment (probability of dominance error 0.01 % and 1 %, in some measurements 5 %): the managers assess psychosocial risk factors as less risky; the managers evaluate the ability of employees to participate in mental well-being activities more than employees themselves; the managers more often than employees believe that at least in part in companies/enterprises there is a practice of promoting mental well-being of personnel; the managers more often than employees consider The results of the study are controversial in several aspects: the tendency has been observed in the assessment of the mental well-being of the personnel -the managers consider the risk factors are less risky and may be related to the physical and mental health of the employees what is found in the literature analysis according to their work and working environment in a direct and indirect way. Direct commitment managers are easier to observe because they manifest themselves in the physical working environment and at the health of their employees, but the impact of the psychosocial working environment is more difficult to identify. Differences in the results can also be explained by the recognition that the level of psychosocial well-being is determined by subjective and objective (environmental) factors which degree of influence is determined by how important it is for the personality. Employees can assess subjectively the risk factors more visible, in turn the managers assess them more objectively, and objective risk factors may be less visible.
However, the results highlight the necessity to improve managers' understanding of two categories and programs of mental health support measures: 1) mental illness, disorder prevention or preventive work; 2) promoting mental health; in the assessment of the promotion of the mental well-being of personnel, the managers assess the ability of employees to participate in mental well-being activities more than employees themselves what can be explained by a different understanding of effective participation -providing access to all relevant information allowing sufficient time for consultations and discussions. Perhaps, employees may not take full advantage of their opportunity, but then the question is whether employees consider the activities are useful because the examples of Good Practice show that if employees find the activities useful, they support them and participate in them; in assessment the importance of mental well-being of personnel to the sustainability of a company/enterprise, the managers more often consider the importance of mental well-being of the personnel as very important, which can be explained by greater awareness of the managers on this issue; evaluating the practice of promoting mental well-being of the personnel, the managers evaluate the existence of such practices more than employees, expressing more often that it is partially implemented.
Therefore, it is likely that the managers are not sufficiently aware of employees' level of tension and take the necessary activities.
The research showed a controversial issue in the implementation of mental well-being of the personnel: hard-to-identify practices for promoting mental well-being in a company/enterprise and formal formulation of the documents of mental well-being in company/enterprise that can be associated with inadequate awareness and understanding of these issues and/or inadequate identification of mental well-being and indicators.
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